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GOALS TOR A CIA. CARESS SERVICE 


X. A handbook or other regulatory issuance should he published on 
the subject of the Career Service, including the purpose, membership, 
employee obligations, and a summary of existing and proposed advantages 
of Membership. 

2. The clear distinction between the two main categories of CIA 
personnel (those with overseas duty obligations and those without such 
obligations) should be recognised in both the nomenclature applied to 
each category and in the obligations of service and benefits accorded. 

We have suggested as tentative nomenclature - the Departmental Service 
and the Foreign Field Service. 

3* The Departmental Service would include the Agency personnel who 
are employed under conditions of service which do not differ markedly from 
those in other go v er n ment agencies. Such personnel could reasonably be 
expected to adhere to the same personnel policies, practices and benefits 
which apply to other government employees in general - in brief, those of 
the U. S. Civil Service Commission. 

4. The Foreign Field Service, in recognition of Its special conditions 
of service and special obligations, would have its own titles, pey structure 
and special benefits. Its concept would be somewhere between that of the 
military services and of the U. S. Foreign Service. In return for special 
obligations on the part of the Foreign Field personnel, benefits along the 
following lines could be offered! 

a. A modest additional pay scale for each grade and pay step. 

The extra pay should not he so large as to he a goal in itself for 
membership, but should be sufficient to become a tangible benefit 
for assuming career obligations in the foreign field. 

b. Early retirement after 20 years, regardless of age, for 
those few Agency employees who serve virtually all (75^ to do£) of 
these 20 years overseas. 

c. Modest credit for overseas service towards earlier optional 
retirement of personnel who do not qualify under b above. One possi- 
bility would be to count each overseas year as eighteen months of 
service towards retirement. Age 55 may be set as the minimum retire- 
ment age without reduced annuity in recognition of the administration's 
reported opposition to early retirement regardless of age. 

d. Some assurance of retention rights should be given provided 
performance and conduct of the career employee continue to be 
satisfactory. 

5. An Agency task force should be established to consider the above 

as a possible starting point towards which a CIA Career Service could evolve. 
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PaOFOSED FORMA? FOR THE 


CIA CABKSB 8KBTICI 



I 


Consists of tenparaxy and pemanent 
employees assigned to those eleonents 
of CIA having no requlreneatrts for 
foreign fieid tomre of duly . Examples 
would be Headquarters clerical and 
secretarial personnel, a large portion 
of DD/l personnel, some ED/S personnel 
and eren a few HD/P persomel. In tine 
would acquire Civil Service status and 
continue in OS wage scale with regular 
Ciril Service retirement benefits for 
pernanent employees. 


Consists of temporary and pemanent employees 
assigned to those elenents of CIA with obligrtioM 
for overseas tours of duty , Would include clerical 
and secretarial personnel who hare served and are 
willing to again serve overseas, virtually* all 
ED/ F personnel, sane W/B elenents such as OC, 

OL and OS, and even a few SS)/l personnel. FFS 
personnel would have separate pay structure, 
special retirenent benefits, and special ( 

obligations to fulfill. (See attached) 
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1* Officer personnel with 
obligation for overseas duty. 
Sorters via oath of office, bolds 
commission and signs code of 
conduct and service. Has perm,* 
nezrt organisational status If 
performance and conduct up to 
standards of the service. 

2. Grades CSO-l to CSCKLO roughly 
comparable to (33*9 to <33*10, with 
slight premium pay as a tangible 
benefit to compensate for 
obligations. 

3. Ho overtime paid to any 
officer. 


1. Holds commission for & pre- 
determined period such as 2, 3 
or 4 years, depending upon Job 
requirements. After reasonable 
reserve period (5 years?) 
eligible for conversion to 
regular C0O, if mutually 
agreeable. Temporary overseas 
officer needs could be filled 
from CSR ranks. 

2. Grade* CSH-i to CSB-10 at 
same rates as CSO-1 to (SO* 10. 


1. Clerical, administrative , 
technician, and service 
personnel willing serve over- 
seas tours on rotation. 

2. Grades CSS-1 to CSS-10, 
roughly comparable to GS*2 to 
(23-11, but with more favorable 
salary scale as tangible 
benefit. 

3. Do not hold commission, 
are eligible for overtime pay. 


4. Hay move Into CSO ranks if 
otherwise qualified. 


1. levly hired personnel on 
trial period of two years 
(one tour) (f) to determine 
suitability for permanent status 
as CSS (See 3). 

2. Same grades, obligations as 
regular CSS. Converts to CSS after 
trial period. 
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